Abstract: Taking into account the obligations arising from the Stabilization and Association Agreement of 2001 (concluded between European
Introduction
In the contemporary labour law system of the Republic of Macedonia, the issue of collective redundancies is regulated by the Labour Relations Act of 2005 1 (which is still in force). The term 'collective redundancies' itself, has been introduced for the first time by the amendments to the Labour Relations Act of 2010.
2 The frequent changes to the legal provisions regulating the issue of collective redundancies are the result of certain 'internal' and 'external' reasons (Мръчков, Средкова, Василев, 2016: 414) . The internal reasons stem from the need to mitigate the negative consequences of collective redundancies on workers. Such consequences have been affecting Macedonian workers since the independence of the country (in 1991), while they had their strongest impact in the so-called phase of 'transition' and 'privatization of the social capital' in the 1990s.The external reasons for continuous changes in the regulation of collective redundancies are a reflection of the need for harmonization of the Macedonian labour legislation, both with the international labour standards 3 and the EU labour law (particularly with Council Directive 98/59/EC on collective redundancies) 4 .Hence, in thispaper, the authors will focus on the more 'problematic' issues arising from the system of regulation and implementation of collective redundancies in the country. In this regard, particular emphasis will be put on those segments of the collective redundancies regime which are not harmonized, are not properly harmonized, are not clear enough, and create confusions in their implementation. In the modern businessenivronments, labour relations become increasingly dynamic and, as a consequence, there are more frequent changes on the side of the employer as a contractual party in the employment relationship. Usually, such changes are related to changes in the organization of the business and/or in the ownership of assets with which the business is being performed and which are directed towards a greater competitiveness and more efficient fulfilment of the employers' business objectives. The change of the employer can lead to a transfer of the employment contracts of the employees and safeguarding of their employment relationships only as a consequence of a so called 'transfer of an undertaking, part of an undertaking, business or part of a business' from the employer-predecessor (transferor) to the employer-successor (transferee). The second substantial issue which will be treated in this paper is the analysis of the compliance of the Macedonian labour legislation with the EU labour law (and in particular with the Directive 2001/23/EC on safeguarding of employees' rights in the event of transfers of undertakings, businesses, parts of undertakings or businesses), concerning the legal regime for regulating the transfer of undertakings and the protection of employees' individual rights. 
Collective Redundancies

Forms (ways) of terminating employment contracts within the frame of collective redundancies -Definition and Scope
The Labour Relations Act defines the collective redundancies by taking into consideration their quantitative and temporal aspects, or the aspects referring to the number of employees encompassed in the collective redundancy and to the period of time over which the collective redundancy is supposed to be carried out. In this regard, Macedonian labour legislation is aligned with the EU Directive 98/59/EC on collective redundancies, since it provides that collective redundancies should cover at least 20 employees for a period of 90 days.
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The biggest gap between Macedonian labour legislation and the EU labour law can be found in the scope of the 'collective redundancies' and particularly in the forms (ways) of terminating of employment contracts of employees that can be equated to redundancies.
On the basis of the definition of collective redundancies as regulated by the Labour Relations Act, we come out with two different interpretations regarding the scope of collective redundancies. Such interpretations are: the broader (sensu latu) or grammatical interpretation, and the narrower (strictu sensu) interpretation.
The broader (sensu latu) interpretation of the scope of collective redundancies, implicitly entails all the forms of termination of employment contracts. If all the forms of termination of employment contracts are calculated in the number of redundancies, then this would mean that even terminations which are inherent to the individual worker concerned shall be considered as redundancies as well (e.g.: termination due to the employee's death; dismissals due to capacity or conduct reasons on the side of the employee, etc.).Such an interpretation is inadequate and contrary to the provisions and the spirit of the Directive 98/59/ EC on collective redundancies.
Unlike the broader (sensu latu) interpretation of the scope of collective redundancies which refers to 'any termination of the employment relationship', the narrower (sensu strictu) interpretation limits the scope of collective redundancies at precisely defined ways (cases) of termination of employment relationships. On the basis of this interpretation, (Blanpain, 2012: 744 ' (C-55/02, Judgment dated 12.10.2004, Rec. 32) , where the Court extends the scope of the collective redundancies to other cases (ways) of termination of employment based on specific 'external' circumstances, which are independent from the will or the initiative of the employer. Such other cases are those due to:
De lege ferenda, under 'collective redundancy', Macedonian labour legislation should envisage all the ways of termination of employment contracts that are not related to the individual workers concerned and that are initiated by the employer, including the termination of the fixed-term employment contracts where such a termination takes place prior to the date of expiry or the completion of such contracts. It should also be borne in mind that there should be at least 5 employees of the total number of 'surplus' workers whose contracts of employment should be terminated on the basis of dismissal due to business reasons. The termination of the employment relationships of the remaining workers (necessary for meeting the statutory minimum in order to achieve the quantitative presumptions of the collective redundancy) may be established both on additional decisions on termination of employment due to business reasons as well as on consensual cancellations of the employment contracts (Crnčič, Cvetanovič, Gotovac, Gašpar Lukič, Milkovič, Tadič, Zuber, Žic, 2010: 178) 
Workers' participation in the event of collective redundancies
Workers' participation in the event of collective redundancies entails the workers' rights to information and consultation, with its ultimate goal to prevent (mitigate) the consequences arising from the termination of the employment contracts of the 'redundant' (surplus) workers encompassed by the collective redundancy.
While Macedonian labour legislation is characterized by a proper harmonization with the EU labour law in terms of the 'temporal aspects' which determine the moments of initiation and completion of the information and consultation procedure, this conclusion cannot be brought in respect to the subjects who are involved in that procedure. Namely, workers' participation (information and consultation), both according to the Council Directive 98/59/EC as well as to the Labour Relations Act is indirect, with the involvement of workers' representatives. However, in Macedonian labour legislation there is neither substantial definition nor a procedure for the election of workers' representatives in regards to rights to participation. In such circumstances, the following question may There is a misalignment between the Macedonian labour legislation and the EU Directive 98/59/EC in relation to the contents that make the information and then the consultation of the employees, since the Labour Relations Act does not impose obligation to the employer to inform the workers' representatives on a very important issue such as the issue of the criteria for the selection of the workers to be made redundant. The determination of the selection criteria aims to objectify the process of selection of workers whose employment contracts shall be terminated or safeguarded. For the largest part of its validity, the current Labour Relations Act of 2005 has not 'touched' upon the issues related to selection of employees in the events of dismissals due to business reasons, including the cases of collective redundancies.
10 The legal void has been settled in practice by the competent courts. Referring to the international labour standards (the ILO Convention on Termination of Employment No.158, and especially the ILO Recommendation on Termination of Employment No.166), in the event of dismissal due to business reasons, the Courts oblige the employer to determine certain criteria in advance (prior to the dismissal) for the selection of employees whose employment relationship shall be terminated.
11 In the event that collective agreements which provide for criteria for selection of the employees are not applicable to the employer, he/she is obliged to determine, prior to the commencement of the procedure for termination of the employment contracts due to business reasons, certain criteria and measures with an internal Act, as well as to apply such criteria and measures (Томановиќ Т, Томановиќ В, 2010: 111) . The latest Act amending and supplementing the Labour Relations Act of 29 th July 2018 stipulates the following selection criteria in terms of dismissal due to business reasons: the criteria arising from the needs for efficient functioning of the employers' work, vocational training and qualification of the employee, work experience, work performance, the type and significance of the employe's working position, length of service and other criteria determined in the collective agreement, including the criteria for protection of disabled persons, single parents and parents of children with special needs whose employment is terminated due to the same reasons.
12 In practice, there are several collective agreements (primarily concluded at a branch level, that is, department level) which stipulate criteria and measures for the selection of employees with the priority of retaining their working position. In most of them, the prevalent criteria are: vocational training and qualification, length of service, type and value of the working position, work results, age and similar criteria.
13 There are also collective agreements which provide for certain social criteria (such as, health condition or economic and social position of the employee), but although these are stipulated in the agreements, such criteria are given less value compared to the other criteria mentioned above. 
Consultation of the workers' representatives in the event of collective redundancies
The consultations begin only after informing the workers' representatives, but at least one month prior to the commencement of the collective redundancies. 15 The purpose of the consultations is the 'reaching of an agreement' between the employer and the workers' representatives with regards to the ways and means for avoiding collective dismissals, reducing the number of dismissed workers, or mitigating the effects of the collective redundancies.
16 The Labour Relations Actdetermines the general time frame during which the consultations between the employer and the workers' representatives should be conducted, but it does not provide for any specific details regarding: the way of conducting the consultations(written or oral) and the extent to which the parties are involved in the consultation procedure.
Usually, in practice, consultations start with the submission by the employer of a so-called 'draft program for fostering the redundant employees'. Workers' representatives are entitled to submit their opinions and proposals on the basis of the Draft Program. However, the Macedonian labour legislation does not determine the existence of such a 'program' as an act of the employer for fostering the redundant employees, nor does it determine its contents.
Concerning the extent to which the parties are involved in the consultation procedure, it remains unclear whether the consultations will be reduced to a simple exchange of opinions or will include a more in-depth form of dialogue between the parties which will resemble acollective bargaining. In our view, the employer will need to demonstrate goodwill, readiness and determination to finding a mutually acceptable solution even if at the end no agreement is reached.
Notifying the public authorities for the planned collective redundancy
The legal regime of collective redundancy in the Macedonian legal system is completed with the obligation of employers to notify the public authorities about the planned collective redundancy. Through the notification procedure, collective redundancies and their consequences are taken 'outside of the company boarders' because they have a wider social impact, tangling a wider range of subjects (Мрчков, 2012:644) .In this process, the role of the public authority (which in the case of Macedonia is the Service responsible for employment intermediation, i.e.the Employment Service Agency of the Republic of Macedonia) is set to three broader competencies and activities,such as: the competence of being informed by the employerabout the planned collective redundancies,the competence of determining the time period for which the duration of the decisions for termination of the employment of the workers covered by the collective redundancies will not have a legal effect,and the activity of searchingfor solutions to the problems and consequences arising from the planned collective redundancies (Blanpain,2012:751 
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While the initial part of the notification procedure of the public authorities is in line with the relevant provisions of the Council Directive 98/59/EC, it cannot be ascertained for the rest of it.The Council Directive 98/59/EC delegates the authority to the competent public administrative body to determine the time period for which the planned collective redundancies will not have a legal effect. In this regard, the earliest period in which collective redundancies can have a legal effect is 30 days from the moment of notification to the body of the public authority, 19 and if this body estimates that the problems arising from collective redundancy cannot be resolved within the initial deadline, it has the right to extend this deadline to 60 days. 20 Of course, the time period for notification of the public administrative body to the planned dismissals until their implementation should be used to seek solutions to problems arising from collective redundancies in relation to the workers. The Macedonian labour legislation 'makes an attempt' to align with this part of the notification procedure. However, it seems that the legislator did not understand the essence of the deadlines for the 'suspension' of carrying out the collective redundancy, i.e. the temporary prolongation of the individual dismissals of the workers encompassed by the collective redundancy. The purpose of determining the deadlines for 'temporary suspension' of the legal consequences of the collective redundancy decision is implicitly regulated in the Labour RelationsAct. In fact, for the duration of these deadlines, the Service responsible for employment intermediation requires an opportunity to provide assistance and services for labour mediation of workers covered by the collective redundancy, in accordance with the law (in particular, the Act on Employment and Insurance in case of Unemployment). The Labour RelationsAct of Macedonia regulates this issue by taking the respective provision from the Directive 'word for word'. Being willing to 'harmonize' with the Directive, the Act determines the legal reasons for transfers of undertakings, but it does that in a way which does not correspond with the legal terminology that is subject to regulation of the Acton Trade Companies 23 , and then with other regulations in the field of the broader contract law. employer, while the notion 'merger' is one of the possible types of status changes that are present in the Macedonian company law.
Determining the subject of transfer and retaining the identity of the undertaking
If a comparison is made between the 'subject of transfer' regulated with the Directive 2001/23/EC (which is the undertaking/part of the undertaking, business/ part of the business) 26 and the notion 'subject of transfer' according to the Labour Relations Act (which is a trade company or parts of a trade company), 27 we will face an obvious terminological and crucial non-compliance between these two acts. The 'trade company' is and can only be a subject to law, and not an object, that is to be put in a legal circulation and to be subject of transfer (Беличанец, Миладинова, 2011: 78) . Such an object (subject) could only be the 'undertaking', defined as a collection of rights, assets and factual relations that have a property value and that belong to the trade business of the merchant, which is an entire and independent legal entity that can be put in circulation.
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In short, the undertaking is a unity of property and people, connection of capital and labour, under a sole management directed towards achieving the economic objectives that have been set.
The transfer of the employment contracts of the employees is dialectically related to the fulfilment of another cumulative condition and that is the condition of the 'transferred undertaking to retain its identity' (i.e. the economic wholeness). In this regard, the Directive 2001/23/EC stipulates that a transfer of undertaking/ part of an undertaking/business/part of a business is considered to be a transfer of an 'economic entity which retains its identity, meaning an organised grouping of resources which has the objective of pursuing an economic activity, whether or not that activity is central or ancillary'. 29 The transferred undertaking will retain its identity if the new employer continues or resumes to carry out the business that was previously performed by the old employer (Blanpain, 2012: 759) . The existence of other circumstances should be taken into consideration too, without prejudice to their 'relative weight' and impact on the qualification of one transfer as 'a transfer of undertaking that retained its identity'. 
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A crucial question in terms of the transfer of the undertakings and maintenance of their identity is solving the dilemmas coming from the ever expanding business practice of 'contracting out' of services (or outsourcing) in the EU member states. 32 From the point of view of the EU labour law, the main problem of this business practice is the application or non-application of the regulations governing transfer of undertakings and their consequences for the employees in the event of a 'transfer of service activities which may take place without any transfer of tangible or intangible assets from the transferor to the transferee' (Laulom, 2001: 153) . Evidently, this type of 'outsourcing' refers to the contracting out of labour-intensive service activities. In short, a primary criterion for the application of the transfer of undertakings regulations is the existence of a transfer of tangible or intangible assets (property) from the employer-transferor to the employer-transferee. If in the specific case there is no such transfer (as in cases of transferring labour intensive activities), the employment contracts of the employees will be nevertheless transferred to the new employer if he takes over a 'substantial' part of the workforce of his predecessor. This will particu- 32 At the time when the Directive 2001/23/EC was adopted, the business practice of a 'transfer of the performance of certain service-providing activities to external contractors' (for example: cleaning, catering, security, etc.) or so called 'contracting out' was not present to a large extent in the business and production activities of the European companies. However, at the end of the eighties from the last century, it started to take more significant place in the strategies of 'vertical disintegration' of companies as a consequence of their interest in reducing the costs and increasing the hiring and firing flexibility. larly apply to those economic sectors that encompass such economic activities which are not composed of specific operating resources (for example: catering, maintenance and cleaning, security), and the takeover of the workforce will be a sufficient criterion that will lead to a transfer. In other words, in the labour intensive sectors, the takeover of the employees is a decisive criterion for the existence of a transfer.
The business practices of 'contracting out' and their legal consequences in relation to the employees are not an 'open subject for discussion' only on the level of the European Communities. They are insolvable enigmas in the Macedonian labour and legal system, even though 'at first sight' the Labour Relations Act seems to give certain directions in favour of them being solved. So, the Act stipulates that in the event of the '
transfer of activities of a trade company or parts of a trade company or in case of transfer of tasks or part of them from the employertransferor to another employer-transferee, the rights and obligations deriving from employment shall be completely transferred to the employer-transferee to whom the transfer is made.The transfer of the rights and obligations deriving from the employment relationship takes place regardless of the legal reason and regardless of the fact whether the ownership rights are transferred to the transferee or not. The employer-transferee, as an employer, is authorized to continue to perform the tasks or activities of the previous employer or to perform similar tasks and activities. The tasks and activities related to production or services provision or similar activities offered by the legal entity or natural person on their behalf and on their responsibility in the facilities or premises determined for their performance shall be considered as tasks or activities of the employer'.
33 With this provision, the Labour Relations Act (consciously or unconsciously) makes a clear distinction between the notion 'undertaking/part of the undertaking/business/part of the business' that refers to the performance of the central or ancillary activity of the employer, and the notion 'activity/task' that refers to the performance of certain stable and regular production or service-providing activities that are not central, nor ancillary activities of the employer and that can be 'outsourced'. But, on the other hand, the consequences from the transfer of the 'activity/task' in relation to the employees are identical to the consequences from the transfer of the 'undertaking/ part of the undertaking/ business/ part of the business'. Both the first and the second case cause (or are supposed to cause) transfer of the employment contracts of the employees and safeguarding of their acquired rights. However, in practice, the legal consequences in relation to the employees that occur after the transfer of the activity/task has been realized are diametrically opposite to those stipulated in the Act. Usually, in the event when the employer decides to 'outsource' a certain activity or task to an external contractor (regardless of whether the activity is capital-intensive or labour-intensive), the employment contracts of the employees who have been previously employed by the employer that organized the performance of the activity or task in question are terminated, or are taken over by the new employer, but under different (deteriorated) conditions than the conditions the employees previously had.
Safeguarding the employment and preserving the conditions of the employment relationship
The principle of safeguarding the employment relationships of employees and preserving their terms and conditions of employment in the event of a change of the employer is inspired by the idea of'legal succession' that has been known in the civil and commercial law for centuries, and has been later transmitted to the labour law (Мръчков, 2015: 311 
This rule does not have an identical transposition within the Macedonian labour legislation but, from several provisions of the Labour Relations Act, a conclusion can be drawn that the new employer (transferee) takes over all the rights and obligations deriving from the transferred employment contracts in an unchanged form and scope.
35 It is considered that the contracting parties (employees employed at the employer-predecessor and the new employer) should not conclude new employment contracts because those are not 'new' contracts, but it is a transfer of their 'old' contracts of employment which are automatically transferred to the new employer-successor. The rights and obligations of the employees before and after the transfer of their employment contracts should be seen as a whole. Thus, the rights arising from the continuity of the employees' employment relationship (i.e. the years of service) with both employers (the former one and his successor), such as the rights to a severance pay and a period of notice, are particularly important. Additionally, the principle of 'safeguarding the employment of the employees and the preservation of their employment conditions' entails all other rights that the employee had with the previous employer, including the rights to identical salary, salary structure and other material compensations that derive from the employment relationship (Blanpain, 2012: 783) .
The criticisms that can be put forward to the Macedonian legislator in the regulation of this part of the legal provisions regarding the transfer of undertakings is that the Labour Relations Act did not determine the 'moment' when it comes From the point of view of the Macedonian law, the date (day) of the transfer of the undertaking can be considered the date (day) when the legal consequences of such a transfer occurred in accordance with the regulations governing the legal reason on the basis of which the transfer was carried out (for example, in the event of status changes the date of the transfer can be considered the date of the publication of the entry of the status change in the trade registry) (Недков, Беличанец, 2008: 374) Apart from this stance (which is to a greater extent expected and acceptable), the Court does not solve the essential dilemma 'whether the employment contract or the employment relationship of the employee who has voluntarily refused the transfer of his employment contract to the transferee will continue to be applied with the original employer (transferor) or not'.
The Macedonian labour law system guarantees the principles of 'voluntarity' and 'consensuality' in the employment relationships (Старова, 2008: 342) . In that regard, in the event of a transfer, the refusal of employees to continue the employment relationship with a new employer is complementary with the principle of freedom of work and employment guaranteed by the Constitutionof the Republic of Macedonia.
42 However, the Labour Relations Actdoes not stipulate a single concrete provision for resolving the dilemmas arising from the 'automatic' (ex-lege) transfer of the employment contract of the employees. It does not sets forth the obligation of the transferor to give written notice to the employees entailed with the 'transfer' for the forthcoming transfer of their employment contracts to the transferee, nor does it prescribe a term within which all these employees would be able to give their consent for the transfer. In such circumstances, it is fully unclear what the outcome will be if the employees 'explicitly' or 'tacitly' refuse the transfer of their employment contracts to the new employer.
Prohibition of dismissals
In most cases, the transfers of the undertakings are followed by dismissals of employees entailed in such transfers (Laulom, 2001: 174) . Hence, the provisions that govern the safeguarding of the employment of employees in the event of transfers inevitably envisage and regulate this situation. The legal framework with which the transfers are regulated refers to both the 'prohibited' and 'allowed' cases of termination of the employment contracts of the employees in question. In that regard, Directive 2001/23/EC 'prohibits' the dismissals of employees on the grounds of the transfer of the undertaking itself, but 'allows' the dismissals due to economic, technical or organizational reasons entailing changes in the workforce. 43 The prohibition of dismissal of the employees exists in all the events in which a 'causal' link can be shown between the dismissal and the transfer of the undertaking (Pitt, 1997: 794) . This prohibition is binding for both the transferor (referring to the dismissals before the transfer date) and the transferee (referring to the dismissals after the date of the transfer of the undertaking). This means that if the employee was dismissed because of the 'fact' that the undertaking has been transferred, this dismissal would be deemed illegal, regardless whether the dismissal was given to the employee 42 Устав на Република Македонија, Сл.весник на Република Македонија, бр.52/92. by the employer-predecessor or the employer-successor (Frntič, Govič Pentič, Hanzelak, Milkovič, Novakovič Rožman, 2017:794) .
The Macedonian labour legislation regulates the issue of 'termination of the employment contracts in the event of transfer of undertakings' following the model of the Directive 2001/23/EC. In analogy to the European labour legislation, the Macedonian labour legislation 'prohibits' the dismissals conducted with the sole reason being the transfer of the undertaking, but 'allows' the dismissals based on business grounds on the initiative of the employer (predecessor or successor). Employees have the right to protection in the event of dismissals or in the case of deterioration of their acquired rights due to reasons which are connected to the transfer of the undertaking, while the employers are responsible to indemnify for infringing the rights of the employees in such cases.
Apart from the general prohibition on dismissing employees due to the transfer, in practice there are examples of abuse of this prohibition. First and foremost, it concerns cases in which one company ceases to exist (by closure of the undertaking) but, at the same time (or in a very short period of time), it founds another company (newly established company) that continues to perform the same or similar business activities. The closure of the undertaking causes termination of the employment relationship of the employees (whose employment contracts most often formally and legally are terminated on the basis of 'consensual termination' which requires a consent of the employees concerned), while the newly established company becomes a new employer of the same employees who sign new employment contracts, but this time with less favorable conditions. If the employees give their consent to the 'consensual termination of their employment contracts', it seems that they would be in a 'stalemate' position, while the transfer of their employment contracts with all the acquired rights would be equal to a 'mission impossible'. In this case, the following dilemma arises: 'whether and how the rights of the employees may be protected from this type of obvious abuses of their continuity in the employment and their acquired rights'? In our view, de lege ferenda, safeguarding of employees' rights would be enabled only if the legislator (in future changes and amendments to the labour legislation) enacts a new provision by which the 'malevolent' avoidance of the employers to fulfil their obligations regarding the employees in the event of a change of the employer would be explicitly sanctioned. 44 A provision with such contents would enable the employee (who, after the consensual termination of the employment relationship with the employer-predecessor, has concluded a new employment contract with the employer-successor on less favorable terms) to file a lawsuit for exercising the rights from the employment contract against the 'new' employer who has not 'formally' taken over the undertaking and, as a consequence, has 'malevolently' avoided the fulfillment of his obligations towards the employee, guaranteeing the acquired rights that the employee had with the previous employer (Frntič et al. 2017: 799) .
Conclusion
Collective redundancies form an essential part of the legal regulations of the Republic of Macedonia that cover the termination of employment contracts by dismissals. In terms of changing economic circumstances and increased flexibility and deregulation of the labour markets, the dismissal protection of employees due to the ceasure of the need to perform some work(i.e. redundancy for business reasons) is faced by major challenges. The initial impressions after the comparative analyses between Council Directive 98/59/EC and the legal regime of collective redundancies in Macedonian labour legislation are 'in favor' of a successful and comprehensive harmonization of Macedonian labour law with the EU law. Yet, if an in-depth observation of the legal provisions in the Labour Relations Act is conducted and if a more profound cross-section of Macedonian labour law system is carried out, one can conclude that the legal regime of collective redundancies is far from a clear and coherent whole which entirely corresponds to the contents and meaning of the EU regulations on collective redundancies and their consequences in relation to the workers.
The basic aims of the legal regime for regulating the consequences in relation to employees of the transfer of the undertakings, both in terms of EU labour law and in terms of the Macedonian labour legislation, are: safeguarding the security and stability of the employment relationships of the employees; prohibition of dismissals due to the fact that there is a change of the employer, i.e. transfer of undertaking and preservation of the acquired employment conditions and rights that had existed before the change of the employer, i.e. transfer of the undertaking has taken place. In our opinion, considering the approach of the Macedonian legislator in the regulation of this legal matter, the current legal framework for safeguarding the employees' rights in the events of transfer of undertakings is partially harmonized with the Directive 2001/23/EC. In the absence of adequate national court practice through which it will be possible to examine and assess the court's position on all 'problematic' aspects of the legal provisions governing the transfer of undertakings, we consider that this paper court will oblige this person to fulfill the obligations even in the event when the employment contract is not concluded with him/her. (Labor Law, Article 129) can serve as a useful guide for the correct interpretation of the legal framework for the safeguarding of employees' individual rights in the event of a transfer of undertakings in the Republic of Macedonia.
